
 

 

  

PRACTICE POINTS - 2025 AWEI EMPLOYEE SURVEY 

• This new series of questions 

examines employee attitudes in 

areas of attraction, retention, 

and employee satisfaction  

 

• Organisations that demonstrate 

commitment to LGBTQ+ 

inclusion and have strong 

leadership endorsement of 

LGBTQ+ inclusion benefit from 

up to four times higher rates of 

employee recommendation. 

 

• Organisations that provide 

LGBTQ+ inclusion training 

benefit from 61% lower rates of 

people intending to leave, and 

those where there is support for 

people who wish to be allies 

benefit from 73% lower rates of 

people intending to leave. 

 

• Organisations where there are 

visible LGBTQ+ role models and 

allies benefit from up to 60% 

higher rates of employee job 

security. 

 

• Organisations where there are 

robust processes to satisfactorily 

address LGBTQ+ bullying benefit 

from up to 121% higher rates of 

employee job satisfaction. 

 

EDITION 5: Workplace Inclusion Impacts 

INSIGHTS FROM THE 2025 AWEI EMPLOYEE SURVEY 

Over the past 14 years, we have examined the impact of workplace 

culture and inclusion efforts on employee experiences. The results from 

the AWEI Employee Surveys have demonstrated that LGBTQ+ people 

face high levels of discrimination, exclusion, bullying and harassment, 

and lower levels of health and wellbeing in the workplace, particularly 

where inclusion initiatives are not addressing inequity in the workplace. 

Intention  

For the first time, the 2025 iteration of the AWEI Employee Survey 

incorporates measures of job, career and employment outcomes. The 

statements introduced this year are grouped into three categories: 

Attracting talent  

1. An organisation's positive track record in LGBTQ+ inclusion would 

influence me to join them 

2. I would recommend this organisation as a good place to work 

Retaining talent  

3. I have no intention to leave this organisation in the next 12 months 

4. I would consider leaving this organisation for a more LGBTQ+ inclusive 

organisation 

5. I feel secure with my role and do not feel that I will lose my job in the 

next year  

Overall employee satisfaction  

6. I feel my opportunities for advancement are high here 

7. I feel the culture within this organisation will allow me to reach my full 

potential 

8. All things considered; I am satisfied with my job here  

 

In previous practice points, we’ve examined topics such as organisational 

culture, openness about identity, allyship, and bullying, and compared 

them to wellbeing, engagement, and productivity measures. 

This practice point utilises work outcomes data, tied to human resource 

strategies of employee attraction, retention & satisfaction, and compares 

these to actions to provide specific and measurable ways to encourage 

and sustain diversity and increase equity in the workplace.  
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As with all practice points, we aim to help employers understand where LGBTQ+ employees are experiencing 

different outcomes within the workplace.  

When statements are considered only through the lens of all respondents, organisations can assume they are 

doing well, although non-LGBTQ+ respondents heavily influence these percentages. It is important to consider 

the responses to each statement both as a whole and within various cohorts.  

We can also see that non-LGBTQ+ employees are more likely to recommend the organisation, to feel the 

organisation will allow them to reach their full potential and to be overall satisfied with their job, this indicates 

that their needs are being met within the organisation, and that continued effort in equity and inclusion in the 

workplace is needed to create environments where all employees are experiencing similar levels of satisfaction 

in the workplace. 

 

The most significant differences relate to an organisation’s performance in LGBTQ+ inclusion.  

When considering employee retention, only 10.8% of all respondents would consider leaving for a more 

inclusive organisation. However, at a more granular level, there is a 379.7% difference, with only 5.4% of non-

LGBTQ+ employees agreeing, compared to 25.7% of LGBTQ+ respondents. In relation to attracting talent, 

47.8% more LGBTQ+ employees agreed that a positive track record would influence them to join an 

organisation.  
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It is important that organisations investigate the reasons why individuals feel this way and consider other 

factors that may be influencing employee satisfaction, including collective factors such as age, position within 

the organisation & managerial status, and employment tenure.  

By comparing each outcome measure with all others, we can identify where each measure may have cumulative 

impacts. For instance, of all respondents who answered both statements, we can see the following:  

• When respondents feel their opportunities for advancement are high, they are:  

o 11 times more likely to recommend the organisation as a good place to work  

o 6 times more likely to feel the culture will allow them to reach their potential 

o 4 times more likely to be intending to stay with their organisation 

o 3 times more likely to feel secure in their role 

 

• When respondents feel that it would be easy for them to find a job as good as their current one, 

they are: 

o 14.8% less likely to recommend the organisation as a good place to work, 

o 22.4% less likely to be intending to stay with their organisation  

o 15.5% less likely to be satisfied in their role. 

 

• When respondents advised they would consider leaving an organisation for one that is more 

LGBTQ+ inclusive, they are: 

o 123.5% less likely to feel their advancement opportunities are high 

o 99.1% less likely to feel secure in their role and position &  

o 184.6% less likely to feel the culture will allow them to reach their potential. &  

o 229.5% less likely to recommend their organisation as a good place to work  

These areas are generally well understood, particularly within human resources departments. What is important 

is understanding the other potential factors that influence these beliefs, as well as the actions organisations can 

take to improve workplace outcomes.  

To achieve this, we will examine the influence of five areas on workplace outcomes for both LGBTQ+ and non-

LGBTQ+ employees, identifying the factors that have the highest positive workplace impact for LGBTQ+ 

employees. 

Areas of influence 

As discussed in previous practice points, there 

are consistent areas that have the most 

significant influence on inclusion.  

• Organisational commitment & leadership 

endorsement of LGBTQ+ inclusion 

• Providing inclusion training & support for 

allies 

• Visibility of LGBTQ+ role models and allies 

• Response to LGBTQ+ targeted bullying & 

harassment  

• LGBTQ+ employees' experiences of self-

editing and discrimination  

Questionsi have been selected that correlate to 

five ‘areas of influence’ and provide insights 
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into the impact that these organisational inclusion programs and initiatives can have within an organisation. 

Where significant, we will also provide insight into impacts on specific LGBTQ+ sub-cohorts. The data included 

in this report does not include respondents who chose to leave responses blank to the questions being 

discussed. Respondents who did not provide information related to their gender or sexual orientation are only 

included where all respondents are referenced. 

Attraction 

For an organisation to attract diverse talent, it is necessary to begin thinking about the visibility of inclusion 

before recruitment begins.  

Often, candidates research an organisation to assess its value and culture alignment before applying. External-

facing websites and social media platforms are the most readily available sources of information, along with 

online company reviews and recommendations from current employees via word of mouth. From here, the 

application process can speak volumes about the organisation’s inclusivity.  

An organisation's positive track record in LGBTQ+ inclusion would influence me to join 

them. 

LGBTQ+ employees were 47.6% more likely to be influenced by an organisation’s LGBTQ+ inclusion record 

when considering joining than non-LGBTQ+ respondents (83.7% vs. 56.6%). 

For trans and gender diverse respondents, the impact is even larger; 86.1% agree, increasing to 92.6% when 

respondents are ‘open’ in their organisation. 

 

I would recommend this organisation as a good place to work. 

LGBTQ+ employees were 5.1% less likely to recommend their organisation compared to their non-LGBTQ+ 

colleagues (78.4% vs. 82.6%). Respondents of diverse sexuality who are ‘not out’ in their organisation were 8.2% 
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less likely to recommend compared to those ‘out’. Respondents of diverse gender who are ‘not open’ were 

10.7% less likely to recommend compared to those who had disclosed being trans and gender diverse in their 

current workplace. 

The 5 areas of influence discussed earlier show a significant impact, with positive organisational action 

increasing the likelihood that a respondent would recommend their organisation.  

Organisation commitment & leadership endorsement of LGBTQ+ inclusion  

Overall, 87.8% of all respondents who have 

heard their executive speak positively about 

LGBTQ+ inclusion agree they would recommend 

their organisation and are 58.5% more likely to 

recommend their organisation as a good place 

to work than those who have not (55.4%).  

LGBTQ+ respondents are 70.5% more likely to 

recommend the organisation if they have heard 

positive inclusion messages from their executive 

compared to those who have not.  

Non-LGBTQ+ respondents are also positively 

impacted by executives speaking positively. 

Those who hear a positive endorsement from 

leaders are 47.7% more likely to recommend.  

An organisation being perceived as genuinely 

committed to LGBTQ+ inclusion also has a 

significant impact on the likelihood of 

respondents recommending it to others. 

LGBTQ+ respondents who feel the organisation 

is genuine are almost four times more likely 

(+275.4%) to recommend their organisation than 

those who do not (89.7% vs. 23.9%). Non-

LGBTQ+ respondents are almost twice as likely.  

Overall, 47.6% of respondents who disagree that 

there is genuine commitment would not recommend their organisation as a good place to work.  

Providing inclusion training & support for allies 

Organisations that make LGBTQ+ inclusion training available have a 44.9% greater likelihood of respondents 

recommending them (with training: 87.0% vs. without training: 60.0%). Notably, there is a larger impact on 

trans and gender diverse respondents, who are 71.8% more likely to recommend their organisation when 

inclusion training has been made available (with training: 79.3% vs. without training: 46.2%).  

Organisations that support employees in being active allies are more than twice as likely (114.1%) to be 

recommended as a good place to work, compared to those without support (88.1% vs. 41.2%). For LGBTQ+ 

employees, the difference is over 150.0% (86.5% vs. 34.6%).  
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Visibility of LGBTQ+ role models and allies 

Respondents are 31.9% more likely to recommend their organisation when they know of active allies within 

their immediate area (86.8% vs. 65.8%), and 35.1% more likely when they know of executive allies (88.4% vs. 

65.4%).  

For respondents of diverse sexuality, the presence of allies increases the likelihood of recommendation by just 

under 50%. The impact of allies is larger for trans and gender diverse respondents, who are 78.3% more likely 

to recommend the organisation when there are allies in their area (75.5% vs. 42.4%), and 63.9% more likely 

when there are executive allies (78.9% vs. 48.1%).  

 

 

For LGBTQ+ respondents, the presence of visible LGBTQ+ role models also significantly increases the likelihood 

of them recommending their organisation. Respondents of diverse sexuality are more likely to recommend 

their organisation as a good place to work by: 

• 40.8% when there are ‘out’ role models within the senior leadership or executive team  

• 59.1% when there are ‘out’ role models elsewhere in the organisation 

• 56.9% when they are ‘not out’ in their organisation but have visible ‘out’ role models.  
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Trans and gender diverse respondents are more likely to recommend by: 

• 27.2% when there are visible ‘open’ role models within the senior leadership or executive, 

• 35.4% when there are visible role models in the organisation elsewhere  

• 39.5% when they are ‘open’ regarding their own gender diversity and have ‘open’ role models in the 

organisation  

 

Response to LGBTQ+ targeted bullying & harassment  

Overall, respondents are 136% more likely to recommend their organisation when they believe their managers 

will address workplace incivility behaviours targeting people of diverse sexuality (89.0% vs. 37.7%) or diverse 

gender (89.3% vs. 37.8%). Only 3.3% of respondents who agree that managers are willing to address behaviours 

would not recommend their organisation to others.  

Respondents of diverse sexuality are 111.9% more likely to recommend their organisation if they feel managers 

are willing to address behaviours targeting employees of diverse sexuality than those who do not (89.0% vs. 

42.2%). Trans and gender diverse respondents are 165.8% more likely to recommend their organisation if they 

feel managers are willing to address behaviours targeting employees of diverse gender (82.4% vs. 31.0%) 
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When respondents are not able to identify a 

confidential avenue to report bullying and 

harassment behaviours targeting sexuality or 

gender safely, respondents are 87.6% less likely to 

recommend these avenues than when these 

avenues exist.  

Respondents who are satisfied with the outcome of 

reporting workplace incivility due to their diverse 

sexuality were three times as likely to recommend 

their organisation (68.8% vs. 20.7%). Only 6.3% of 

respondents who were satisfied with the process 

would not recommend their organisation. Those 

reporting serious bullying behaviours targeting 

their sexuality were five times more likely to recommend when satisfied with the outcome (66.7% vs. 13.0%).  

Respondents who were satisfied with the resolution of reporting workplace incivility due to their diverse gender 

were 11.4% more likely to recommend. However, when serious bullying behaviours are reported with a 

satisfactory outcome, respondents are 233.3% more likely to recommend their organisation to others (66.7% vs. 

20.0%).  
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LGBTQ+ employees' experiences of self-editing and discrimination  

LGBTQ+ respondents who spend time editing conversations or hiding who they are are: 

• 23.1% less likely to recommend their organisation compared to those who do not self-edit (not 

edit: 87.1% vs. edit: 66.9%)  

• 224.2% more likely to not recommend their organisation (not edit: 4.5% vs. edit: 14.6%) 

LGBTQ+ respondents who are ‘not out’ or ‘not open’ in the organisation self-edit at higher rates and are less 

likely to recommend their organisation to others. 

 

Respondents who have experienced discrimination that they know was directly attributed to being LGBTQ+ are:  

• 33.1% less likely to for ‘out’ respondents of diverse sexuality, increasing to 46.8% for those ‘not out’  

• 25.4% less likely for ‘open’ trans and gender diverse respondents, increasing to 49.9% for those ‘not 

open’, & 

• 35.8% less likely to recommend their organisation overall  
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Retention 

While there may be many reasons an employee chooses to stay with their organisation, culture is one, and 

organisational LGBTQ+ inclusion initiatives can have a positive impact on culture and employee retention. 

Within this area, we will be analysing the impact of the areas of influence on the following work outcomes 

questions: 

• I have no intention to leave this organisation in the next 12 months 

• I would consider leaving this organisation for a more LGBTQ+ inclusive organisation  

• I feel secure with my role and do not feel that I will lose my job in the next year  

I have no intention to leave this organisation in the next 12 months 

Overall, 68.2% of respondents had no intention to leave their organisation in the next 12 months, and 12.5% 

had some intention to leave.  69.5% of non-LGBTQ+ respondents, 65.7% of respondents of diverse sexuality 

and 59.1% of trans and gender diverse respondents have no intention of leaving their organisation. 

Organisation commitment & leadership endorsement of LGBTQ+ inclusion  

Respondents who had heard their leaders speak positively about LGBTQ+ inclusion were 64.7% less likely to 

have the intention to leave compared to those who had not (49.1% vs. 76.1%).  

Where respondents believe that the 

organisation is genuinely committed to 

LGBTQ+ inclusion, twice as many agreed 

they had no intention to leave. 

Respondents of diverse sexuality were 

131.8% more likely to agree, and trans and 

gender diverse respondents were 154.8% 

more likely.  

Respondents who did not believe the 

organisation showed genuine commitment 

were 355.6% more likely to have some 

intention to leave the organisation. This is 

seen across all cohorts with: 

• non-LGBTQ+ respondents 346.2% more likely  

• respondents of diverse sexuality 359.2% more likely  

• respondents ‘out’ in their organisation 406.0% more likely  

• trans and gender diverse respondents 369.6% more likely 

• respondents ‘open’ in their organisation 469.1% more likely. 

Providing inclusion training & support for allies  

Respondents who were aware of inclusion training being available in their organisation are 36.0% more likely to 

have no intention to leave, compared to those who were not aware. This increased to: 

• 40.4% more likely for LGBTQ+ respondents, 

• 43.9% more likely for ‘out’ respondents of diverse sexuality & 

• 110.6% more likely for ‘open’ respondents of diverse gender. 

Where there is organisational support to be an ally, respondents were also more likely to have no intention to 

leave: 

• 55.9% more likely for non-LGBTQ+ respondents 

• 98.3% for LGBTQ+ respondents 

• 96.5% for respondents of diverse sexuality who are out and 82.8% for those ‘not out’ 
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• 194.0% for trans and gender diverse respondents who are ‘open’ and 95.3% for those ‘not open’ 

 

Visibility of LGBTQ+ role models and allies 

When respondents have an LGBTQ+ role 

model withing the senior leadership or 

executive team, they are more likely to have 

no intention of leaving:  

• respondents of diverse sexuality are 

32.6% more likely  

• ‘out’ respondents are 33.7% more 

likely 

• trans and gender diverse 

respondents are 42.7% more likely 

• ‘open’ respondents are 47.8% more 

likely. 

When role models are available elsewhere in the organisation, having no intention of leaving increased by: 

• 45.6% for respondents of diverse sexuality,  

• 51.8% for ‘out’ respondents of diverse sexuality, 

• 51.8% for trans and gender diverse respondents 

• 66.0% for ‘open’ trans and gender diverse respondents. 
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Respondents who knew of allies in their 

organisation (either in their area, 

executive or both) were more likely not to 

have any intention to leave: 

• 23.9% for non-LGBTQ+ 

respondents 

• 37.8% for respondents of diverse 

sexuality  

• 62.5% for trans and gender 

diverse respondents 

• 113.0% for ‘open’ trans and 

gender diverse respondents 

Response to LGBTQ+ targeted bullying & harassment 

Where managers and leaders are willing to address workplace incivility targeting LGBTQ+ people, respondents 

are 85% more likely not to have any intention to leave in the next 12 months.  

When managers are willing to address behaviour targeting people of diverse sexuality, respondents are more 

likely to have no intention to leave by: 

• 73.9% for non-LGBTQ+ respondents 

• 86.8% for respondents of diverse sexuality  

• 100.9% for trans and gender diverse respondents 

When managers are willing to address behaviour targeting people of diverse gender, respondents are more 

likely to have no intention to leave by: 

• 78.5% for non-LGBTQ+ respondents 

• 89.5% for respondents of diverse sexuality  

• 108.6% for trans and gender diverse respondents 

 

Respondents who reported workplace incivility behaviours targeting employees of diverse sexuality, and were 

satisfied with how the report was resolved, are 119.6% more likely to have no intention to leave than 

unsatisfied respondents (65.6% vs. 29.9%).  
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Those who are satisfied with the resolution after reporting workplace incivility behaviours targeting employees 

of diverse gender are 197.1% more likely to have no intention to leave than unsatisfied respondents (57.1% vs. 

19.2%). 

In all cases, respondents who have reported serious bullying behaviours, and were satisfied with the outcome, 

are more likely to have no intention to leave compared to those who have reported workplace incivility, which 

highlights the impact these behaviours have on employees.  

 

I would consider leaving this organisation for a more LGBTQ+ inclusive organisation.  

5.4% of non-LGBTQ+ respondents, 25.7% of respondents of diverse sexuality and 44.3% of trans and gender 

diverse respondents would consider leaving for a more LGBTQ+ inclusive organisation.  

7.7% of respondents who had no intention to leave the organisation would still consider leaving for a more 

inclusive organisation.  

LGBTQ+ employees' experiences of self-editing and discrimination 

LGBTQ+ respondents who spend time self-editing in the workplace are twice as likely to consider leaving their 

organisation for one more inclusive (39.6% vs. 17.3%).  

‘Out’ respondents who spend time self-editing are 154.0% more likely to consider leaving for a more inclusive 

organisation; those ‘not out’ are 168.2% more likely. 
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‘Open’ trans and gender diverse respondents 

who spend time self-editing are 114.4% more 

likely to consider leaving for a more inclusive 

organisation; those ‘not open’ are 164.4% more 

likely. 

Employees who experiencing discrimination 

directly due to being LGBTQ+ are more likely to 

consider leaving for a more inclusive workplace 

by:  

• 197.3% for respondents of diverse 

sexuality (56.3% vs. 18.9%) 

• 78.3% for trans and gender diverse 

respondents. (62.8% vs. 35.2%).  

Notably, a larger proportion of trans and gender diverse respondents would consider leaving for a more 

inclusive organisation.  

Organisation commitment & leadership endorsement of LGBTQ+ inclusion  

Only 8.2% of respondents in organisations who are genuinely committed to LGBTQ+ inclusion would consider 

leaving the organisation for a more inclusive one, whereas 44.4% of respondents who do not feel their 

organisation is genuinely inclusive would consider leaving.  

 

Respondents are more likely to consider leaving when a genuine commitment to LGBTQ+ diversity and 

inclusion is not felt by: 

• 334.6% for non-LGBTQ+ respondents (genuine: 4.8% vs. not genuine: 20.7%) 

• 254.4% for respondents of diverse sexuality (genuine: 18.3% vs. not genuine: 64.7%) 

• 145.9% for trans and gender diverse respondents (genuine: 31.7% vs. not genuine: 78.0%) 

77.2% of Trans and gender diverse respondents who are ‘open’ and 79.6% who are ‘not open’ in their 

organisations, and who do not feel their organisation is genuinely committed, would consider leaving for a 

more LGBTQ+ inclusive organisation, significantly more than ‘out’ or ‘not out’ respondents of diverse sexuality.  

Providing inclusion training & support for allies 

When LGBTQ+ inclusion training is made available, 63.0% fewer respondents would consider leaving compared 

to those who do not have training available (9.2% vs. 24.9%). 
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Respondents of diverse sexuality are 50.1% less likely to consider leaving (20.8% vs. 44.3%), and respondents of 

diverse gender are 37.9% less likely (36.5% 

vs. 58.8%), when LGBTQ+ inclusion training 

has been made available. 

When there is support for employees to be 

allies, respondents are less likely to 

consider leaving for a more inclusive 

organisation by: 

• 60.5% for non-LGBTQ+ respondents 

(5.3% vs 13.4%) 

• 62.9% for respondents of diverse 

sexuality (21.1% vs 57.0%) &  

• 38.3% for respondents of diverse 

gender (37.8% vs 61.4%).  

I feel secure with my role and do not feel that I will lose my job in the next year.  

Role security can be impacted by several factors not covered in this report, including the employment type (FT 

permanent, PT, fixed term contract, casual, etc), the funding source of the organisation or role, and the financial 

stability of the organisation and industry or sector.  

Role security can also be impacted by the culture of the organisation and the inclusivity of an individual’s 

experience.  

Organisation commitment & leadership endorsement of LGBTQ+ inclusion  

Overall, respondents are 72.5% more likely to 

feel secure in their role when they believe their 

organisation is genuinely committed to 

LGBTQ+ inclusion. This increases to: 

• 77.8% more likely for respondents of 

diverse sexuality (74.7% vs. 42.0%) 

• 88.0% more likely for trans and gender 

diverse respondents (74.2% vs. 39.4%), 

• 95.3% more likely for trans and gender 

respondents who are open within their 

organisation (72.2% vs. 37.0%). 

Response to LGBTQ+ targeted bullying & harassment  

When respondents have confidential avenues to report bullying/harassment safely, they have greater rates of 

job security:  

• 43.2% higher for non-LGBTQ+ respondents  

• 58.0% higher for LGBTQ+ respondents  

• 55.1% higher for ‘out’ respondents of diverse sexuality and 62.7% for those ‘not out’  

The impact is most significant for trans and gender diverse respondents, where ‘open’ employees are 80.6% 

more likely to feel secure, and ‘not open’ employees are 72.9% more likely to feel secure, when organisations 

have confidential avenues in place.  

5.3%
13.4%

21.1%

57.0%

37.8%

61.4%65.0%
59.1%

47.8%

23.0%
30.5%

14.8%

Agree Disagree Agree Disagree Agree Disagree

Non-LGBTQ+ Diverse sexuality Trans & gender

diverse

Employees who  wish to be allies are supported to do so here

I 
w

o
u
ld

 c
o
n

si
d
e
r 

le
a
vi

n
g

 ..
..

fo
r 

a
 m

o
re

 L
G

B
T
Q

+
 i
n

cl
u
si

ve
 

o
rg

a
n

is
a
ti

o
n

 

Consider leaving vs. 

Allies supported

Agree Disagree

71.8%

42.8%

74.7%

42.0%

74.2%

39.4%

12.2%

38.4%

10.4%

41.1%

10.7%

41.3%

Agree Disagree Agree Disagree Agree Disagree

Non-LGBTQ+ Diverse sexuality Trans & gender

diverse

My organisation is genuinely committed

to LGBTQ+ diversity & inclusion

I 
fe

e
l 
se

cu
re

 w
it

h
 m

y
 r

o
le

 a
n

d

d
o
 n

o
t 

fe
e
l 
th

a
t 

I 
w

il
l 
lo

se
 m

y
 j
o
b

Role security vs. 

organisation genuinely committed

Agree Disagree

Commented [NE3]: UP TO HERE (but missed the 

intention to leave section). I need a brain break because 

this is getting very difficult to read. @Kristie Rue Please 

can you review and simplify, and let me know when I can 

go back in. 

mailto:KRue@acon.org.au


Page 16 of 24 

 

For respondents who have been the target of negative behaviours, and who have satisfactorily reported it, 

those of diverse sexuality reporting workplace incivility were twice as likely to feel secure, and for those ‘not 

out’, this increased to over 3 times as likely.  

Trans and gender diverse respondents who were satisfied with the resolution of their report of workplace 

incivility are 2.7 times more likely to feel secure. Those who were ‘not open’ within their organisation were 4.5 

times more likely to feel secure when their report was resolved satisfactorily.  

All respondents satisfied with the reporting outcome of reporting serious bullying felt secure in their role. Of 

those who were unsatisfied with the outcome, only 31.5% of diverse sexuality, and 20.0% of trans and gender 

diverse respondents felt secure.  

Satisfaction 

I feel my opportunities for advancement are high here 

Organisation commitment & leadership endorsement of LGBTQ+ inclusion  

Respondents who believe their organisation is genuinely committed to LGBTQ+ inclusion are over twice as 

likely to feel their advancement opportunities are high (63.8% vs. 20.1%).  

• 197.2% more for non-LGBTQ+ respondents (62.4% vs. 21.0%)  

• 256% more for respondents of diverse sexuality (69.1% vs. 19.4%)  

• 234.5% for Trans and gender diverse respondents (64.5% vs. 19.3%)  

Respondents who have heard their executives speaking positively about LGBTQ+ inclusion initiatives are more 

likely to feel they have high advancement opportunities:  
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• 107.3% more for respondents of diverse sexuality overall & 

• 117.6% more for ‘out’ employees  

• 125.5% more for Trans and gender diverse respondents & 

• 130.5% more for ‘not open’ respondents. 

Providing inclusion training & support for allies 

LGBTQ+ respondents are 182.1% more likely 

to feel their opportunities for advancement 

are high when organisations support 

employees who wish to be allies (with 

support: 67.3% vs. without support: 23.8%).  

The impact for trans and gender diverse 

respondents is the most significant, with over 

three times (+202.4%) the number of 

respondents feeling advancement 

opportunities are high when allies are 

supported (with support: 58.4% vs. without 

support: 19.3%), and this increases to a 

220.4% difference within ‘open’ trans and gender diverse respondents.  

Response to LGBTQ+ targeted bullying & harassment  

Respondents are more than twice as likely 

to feel their advancement opportunities are 

high when they have an identifiable 

confidential avenue to report LGBTQ+ 

targeted bullying and harassment. 

Respondents are more likely to feel 

advancement opportunities are high when 

they also believe that managers are willing 

to address behaviours targeting people of 

diverse sexuality:  

• 162.0% more for non-LGBTQ+ 

respondents  

• 219.8% more for respondents of 

diverse sexuality 

• 200.3% more for trans and gender diverse respondents.  

 

When managers are willing to address behaviours targeting people of diverse gender, respondents are also 

more likely to feel they have advancement opportunities:  

• 147.7% more for non-LGBTQ+ respondents  

• 199.9% more for respondents of diverse sexuality  

• 222.2% more for respondents of diverse gender 

• 237.0% more for respondents of diverse gender who are ‘open’ at their organisation.  
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I feel the culture within this organisation will allow me to reach my full potential 

Creating a culture within an organisation that enables all employees to not only be themselves at work but also 

to engage, grow, and develop is essential to many employees. This cultural fit may begin with research before 

application, continuing through the entire employment lifecycle.  

Organisation commitment & 

leadership endorsement of LGBTQ+ inclusion 

Respondents who believe their organisation 

is genuinely committed to LGBTQ+ inclusion 

are almost six times more likely to feel that 

the culture will allow them to reach their 

potential, compared to those who do not 

feel this commitment (68.5% vs. 11.9%). For 

LGBTQ+ respondents, the difference 

increases to more than seven times (71.9% 

vs. 10.2%).  

‘Out’ respondents of diverse sexuality are 

over 6 times more likely to feel that the 

culture will allow them to reach their 
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potential (65.9% vs. 9.0%), and trans and gender diverse respondents who are ‘not open’ are 6.5 times more 

likely (64.2% vs. 9.7%).  

Providing inclusion training & support for allies 

Respondents in organisations where employees are supported to be active allies are twice as likely to agree 

that the culture will allow them to reach their full potential (69.2% vs. 21.7%), and LGBTQ+ respondents are 

more than four times as likely (68.8% vs. 15.6%).  

70.3% of LGBTQ+ respondents who do not 

believe their organisation supports allies, do 

not feel they will reach their full potential 

within their current organisation.  

Trans and gender diverse respondents are 

126.5% more likely to feel they will reach 

their full potential when awareness or ally 

training for LGBTQ+ inclusion has been 

made available in their organisation (61.7% 

vs. 27.2%) 

Visibility of LGBTQ+ role models and allies 

The presence of active allies in the workplace has a positive link to participants agreeing that the culture will 

allow them to reach their full potential; the impact of executive allies is slightly higher than when the ally is 

within the respondent’s area.  

Respondents who know of at least one type of ally are more likely to feel they can reach their full potential:  

• 68.7% more for all non-LGBTQ+ respondents (with ally: 68.9% vs. without ally: 40.9%) 

• 118.3% more for all LGBTQ+ respondents (66.0% vs. 30.2%) 

• 131.6% more for respondents of diverse sexuality who are ‘out’ in their organisation (70.0% vs. 

30.2%) 

• 247.1% more for trans and gender diverse respondents who are ‘open’ in their organisation (60.4% 

vs. 17.4%) 

Of all non-LGBTQ+ respondents who know of allies, only 13.7% feel they cannot reach their potential, while 

34.2% of those who do not know of allies feel the culture will not allow them to reach their full potential. 

For LGBTQ+ respondents, 15.7% with allies, and almost half (48.3%) who do not know of allies, feel the culture 

would not allow them to reach their potential.  

The visibility of LGBTQ+ role models also impacts respondents’ belief that they could reach their full potential 

within their current organisation. 
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Among respondents of diverse sexuality, the presence of a role model increases respondents’ likelihood of 

feeling they can reach their full potential: 

• 115.6% more for respondents of diverse sexuality (with role model: 69.7% vs. without role model: 

32.3%) 

• 132.5% more for respondents who are ‘out’ in their organisation (73.9% vs. 31.8%) 

• 89.9% more for respondents who are ‘not out’ in their organisation (61.8% vs. 32.9%) 

For trans and gender diverse respondents, having a visible role model increases the feeling that they can 

reach their potential: 

• 72.3% more when there are role models in the organisation (62.6% vs. 36.4%) 

• 93.9% more for ‘open’ respondents (69.0% vs. 35.7%) 

• 39.4% more for ‘not open’ respondents (51.9% vs. 37.2%) 

Response to LGBTQ+ targeted bullying & harassment  

When respondents feel managers are willing to address negative behaviours targeting people of diverse 

sexuality, they are more likely to agree the culture would allow them to reach their potential. Non-LGBTQ+ 

respondents are four times as likely, and respondents of diverse sexuality, over five times more likely to agree, 

than those who don’t feel their managers will address negative behaviours.  

When it is believed managers are willing to address behaviours targeting people of diverse gender, non-

LGBTQ+ respondents are 3 times more likely to feel the culture will allow them to reach their full potential, and 

respondents of diverse gender are to 4.7 times more likely (even higher among respondents who are ‘not open’ 

in their organisation).   
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LGBTQ+ respondent satisfaction with the resolution of reports of both workplace incivility behaviours and 

serious bullying behaviours increases their rate of feeling they can reach their full potential.  

 

Respondents are four times more likely to feel the culture will help them reach their full potential, when 

satisfied with the outcome of their report about workplace incivility targeting a person’s sexuality, compared to 

if they are unsatisfied. 73.6% of respondents who were not satisfied with the outcome felt they could not reach 

their potential, compared to only 18.8% of those satisfied.  

Not a single respondent who was satisfied with the resolution of serious bullying targeting diverse sexuality felt 

they could not reach their potential. When respondents are satisfied with the outcome of reporting serious 

bullying, two-thirds feel that they can reach their full potential, compared to only 5.6% of those who are 

unsatisfied with the outcome.  

57.1% of respondents who satisfactorily reported workplace incivility targeting gender diversity, feel that their 

full potential can be reached. Respondents are 150.0% more likely to feel the culture will help them reach their 

full potential, when satisfied with the outcome of their report about serious bullying behaviours targeting a 

person’s diverse gender, compared to if they are unsatisfied (33.3% vs. 13.3%). 
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All things considered; I am satisfied with my job here  

Overall, 80.8% of non-LGBTQ+ respondents, 78.2% of respondents of diverse sexuality, and 69.1% of 

respondents of diverse gender are satisfied with their jobs.  

This job satisfaction increases to between 83.2% and 89.5% among respondents of diverse sexuality when they 

provide positive responses to other statements: 

• 14.5% higher when they are satisfied with the resolution after reporting workplace incivility or serious 

bullying  

• 12.4% higher when they feel managers or leaders are willing to address workplace incivility towards 

people of diverse gender  

• 12.2% higher when managers are willing to address behaviours targeting people of diverse sexuality  

• 11.8% higher when the organisation is genuinely committed to LGBTQ+ diversity and inclusion.  

Conversely, respondents of diverse sexuality with negative responses to statements have between 18.4% and 

66.2% job satisfaction:  

• 59.4% lower when they feel the organisation is not genuinely committed to LGBTQ+ inclusion 

• 52.4% lower when the organisation does not support employees to be LGBTQ+ allies 

• 51.6% lower when managers are not willing to address workplace incivility targeting diverse 

sexuality  
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For transgender and gender diverse respondents, differences are more substantial, with satisfaction ranging 

from 75.3% to 84.8% when they provide positive responses to other statements: 

• 22.7% higher when they feel the organisation is genuinely committed to LGBTQ+ diversity and inclusion 

• 18.5% higher when they have visible role models within the senior leadership or executive team 

• 17.8% higher when they do not have to spend time editing or hiding who they are 

• 17.4% higher when they have heard executive leaders speak positively about LGBTQ+ inclusion, and 

when they feel managers or leaders are willing to address workplace incivility towards people of diverse 

gender 

Conversely, when respondents have negative responses to statements, their job satisfaction rates range from 

24.4% to 63.7%: 

• 64.7% lower when they are unsatisfied with the resolution of reporting workplace incivility or serious 

bullying 

• 56.2% lower when they do not feel the organisation is genuinely committed to LGBTQ+ diversity & 

inclusion 

• 55.6% lower when the organisation does not support employees who wish to be allies  

• 46.9% lower when managers are not willing to address workplace incivility targeting people of diverse 

gender 
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Calls to action  

1. Ensure your organisation's commitment can be seen internally and externally 

2. Have leadership allies speak to LGBTQ+ inclusion  

3. Provide allyship training & support to employees who wish to be allies 

4. Listen to the feedback of your LGBTQ+ staff and allies to improve your inclusion culture 

5. Ensure your organisation is ready to address LGBTQ+ targeted bullying & harassment  

6. Create opportunities for LGBTQ+ role models, and seek external support if necessary 

7. Participate in the AWEI submission and survey to understand how well your actions are meeting the 

needs of your employees. 

 

 

 

i Areas of influence and 2025 AWEI Survey questions used within this practice point 
1. Organisation commitment and leadership endorsement of LGBTQ+ inclusion  

•  I have heard our executive leaders speak positively about LGBTQ+ inclusion (All) 

• I believe that my organisation is genuinely committed to LGBTQ+ diversity & inclusion (All) 

2. Organisations providing awareness & allyship training 

• Awareness or ally training for LGBTQ+ inclusion has been made available throughout the year (all) 

• Employees who wish to be allies are supported to do so here (all) 

3. Visibility of LGBTQ+ allies and role models  

• I know of active allies within my immediate area (all) 

• I know of active executive allies or sponsor/s within my organisation (all) 

• There are visible ‘out’ role models within the organisation that are of diverse sexuality (LGBTQ+ only) 

• There are visible ‘out’ role models that are of diverse sexuality within senior leadership or executive positions here (LGBTQ+ only) 

• There are visible ‘open’ role models within the organisation that are of diverse gender and/or trans experience (LGBTQ+ only) 

• There are visible ‘open’ role models that are of diverse gender and/or trans experience within senior leadership or executive positions 

here (LGBTQ+ only) 

4. LGBTQ+ employees' experiences of discrimination and self-editing  

• I spend time editing conversations or hiding who I am (LGBTQ+ only) 

• I have experienced discrimination that I know was directly attributed to me being LGBTQ+ here (LGBTQ+ only) 

5. Response to LGBTQ+ targeted bullying and harassment  

• There are identified confidential avenues to safely report bullying/harassment related to one's diverse sexuality and/or gender (all) 

• Managers/leaders are willing to address workplace incivility behaviours that target people of diverse sexuality (all) 

• Managers/leaders are willing to address workplace incivility behaviours that target people of diverse gender (all) 

• I have experienced discrimination that I know was directly attributed to me being LGBTQ+ here (LGBTQ+ only) 

• Diverse Sexuality respondents - Are you satisfied with how your report of workplace incivility was resolved 

• Diverse Sexuality respondents - Are you satisfied with how your report of serious bullying was resolved 

• Trans and gender diverse respondents - Are you satisfied with how your report of workplace incivility was resolved 

• Trans and gender diverse respondents - Are you satisfied with how your report of serious bullying was resolved 

 


